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Lieison Officers - 25 Jesnuary 1955

1. On 25 January 1955 1 gubstituted for you at the meeting
of the DD/A and Personnel Training Liaison Officers.

2, 'The first item of business was & presentation by Mr.
25X1A% I of o rumber of significent facts concerning the
Junior Cereer Development Program. These facts are listed in

somevhat random order below.

a. There were eleven candidates from the DD/A orgenization,
two from the DD/P and two from DD/I.

b. Each of these fifteen candidates wes given the EOD
battery of tests. Each wés then interviewed by a working
committee (apparently composed of Mr. NN of [the Office 25X1A9a
of Training and Messrs._ of the 25X1A9a
Office of Personnel).

c. As s result of the interviews and the tests, seven
men were dropped. Th i ining eight men were given a speclal
asssessment by the @j/\g £ of the Office of Training.

d. Of the eight men assessed only four were considered
for further processing.

e. Of the four considered for further processing, two
were recommended by the working comnittee and the other two
were considered as "also possible.”

£. The four who had survived at this point were interviewed
by the Director of Training and the Assistant Director for Personnel.
A this point, two of them were finelly selected.

g. Of the original fifteen candidates, six of them hed
test scores which placed them in the bottom quarter of Agency
personnel. Two more were in the lower one-third of Agency
personnel.
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A7 Of the original fifteen more than one-half had been asked

to apply for this program and had no real interest in the program
(information eltcited during interviews).

& A Two of these who applied stated that they did so

because they were unhappy in their jobs. Another person
states that he was unheppy because he had not been placed
by the Agency in his chogen field of specializstion and had
been unable to break away from the type of assignment which

the Agency had given him.

—

ormation and asked for personal interviews to find out

é(\ 7 Only three of the candidstes contacted the Bffice § (v3.ning
yor 4. )

25X1A9%9a
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about the program.

. In nearly every case, the individusl career develop-
ment plans which these spplicants submitted with their appli-
cations were considered to be poor (unrealistic, flighty, or
generally giving evidence of little thought). Mr. | 25X1A%9a
found from conversations with the applicants that either
they had received little advice from their supervisors in
preparing these plans or they had not sought or heeded such

advice.

i{ A. It was the consensus of the working committee that
most of the applications lacked any real interest and feiled
to give evidence (by their efforts}“’ of such interest as they
might protest. It was clear that supervisors haed not generated
such interest in these employees and further that they had not
assisted them. The Director of Training and the Assistant
Director for Personnel are both concerned by the fact that,
es evidenced by statements and comments, the career boards
involved d1d not evidence too much interest end d4id not screen
applications too carefully. Their endorsements of applications
were, to say the least, neither inspiring nor enthusiastic. -

X‘\ . Personnel concerned in the selection process were
somewhat disturbed that seven applications from one office
had almost identical (word for word) endorsements placed on

them by the office head.

™. M. I indicated that they have recently received
a few "good" applications for the second quarter of this program.

Also, there is evidence that supervisors are becoming more
interested in the program and have more understanding of it.

-n2—
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25X1A9a 0’5‘. We pressed Mr. ] for information concerning the actual
criteria thet were applied during the selection process. I believe
that we were signally unsuccessful. Mr. | said, in fact, that 25X1A9a
the primary criterion was evidence that the individual was smart,
had "brains," and appeared to be more intelligent than most of the !
people in the Agency. He sald that another powerful critérion was
"executive potentials'' but was unable to define exactly what this :

25X1A9a meant. He turned to m for e definition. m 25X1A9%a ’
added that he could not define until he had identirie an ;

measured it. He gave as a working definition the fact that an |
"executive potential” is & man SPShsbenenimbanant 5185 M 1ke Dr.
;it;\%resee tomimiicidiont {5 being, some-
time in the future, in one’of the top ten percent of the executive
positions in the Agency. When asked to be more specific, they were
unable. These apparently are the criteris which were used in the i
selection. One can readily say that, for the first, test scores.
are all important (edministered by OTR) and, for the second, that
assessment is equally important (administered by OTR). Other
criteria of a less Judgmental nature apparently are sbsent.

25X1A9%a

g’g With respect to remedial action, which might be taken by’
office heads and Career Boards, Mr. reported that those engeged 25X1A9%9a
in the selection had prepared a two-page summary of each case (only

the elght persons assessed). The first page contains biogrephical

information (e.g., education, experience, and training). The second

page 1is a summary of the assessment, the records of interviews, the

comments of the office heads and the head of the Career Service, and

similar informastion. These two-page summaries of each candidate were

presented to the Assistant Director for Personnel to be used as he

sees fit. This means that the Assistant Director for Personnel may

present them to the other Career Boards or office heads involved.

We were not told, however, of any specific plans by the Assistent

Director for Personnel with respect to the uge of these swmmsaries.

95;6". Item 1 on the Formal Agende (attached)

25X1A%a Mr. N subnitted & lot of information about the distribution
of the catalogue of courses. It was a recapitulstion of information 25X1A9a

with which you are already familiar. At this time, Mr. added ‘ N
the course schedule charts (attached to this memorandum). Qﬁ» 11 SE
—r

a——————,

25X1A%a A’y}‘f Mr. |l hsnded out the attached draft of, sn unnumbered .
notice, subject: Catalogue of Courges TR CC 10l1l-1l. XHe proposed that

the Deputy Director (Administration) issue this notice to all of his
i components. The Training Liaison Officers present agreed that it
- _ | should be issued and that the information in it should be disseminated
2 I widely. I indicated that the Deputy Director (Administration) does
f not issue formal notices of this type, and proposed insteed that the
i contents of the proposed notice be incorporated in a memorandum from
i the DD/A to the heads of each of his offices and staffs with a request
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that they give this information very wide dissemination among the
supervisors of the offices and staffs. This sppeared to satisfy
all present.

The group discussed whether or not the OIR should, itself,
accomplish the direct distribution of changes to the course catalogue.
It was sgreed that it would be more desirable for the Office of
Training to submit the changes to the Training Liaison Officers
who would in turn accomplish the most gppropriate distribution.

6. Item 2 on the Agend.a.

The number of individuals who have received language proficiency
tests was reported by the Office of Training. They are encouraging
more employees to take advantage of this service on an individual
basis. I was questioned as to Colonel White's policy with respect
to approving and disapproving requests for language training which
originsted within the DD/A components. In answer, I reported Colonel
White's recent statemente with respect to the importance of training
but indicated that he has, to my knowledge, no written policy with
respect to langusge training. I suggested that, in the absence of
further information concerning the DD/A-wide training requirements,
the various staffs and offices submit requests for leanguage training
on an individual basis and with the justifications that are appropriate.

7.1&. Item 3 on the Agenda

The problem reported by Mr. il vas that the Training Officers 25X1A9a
and Training Liaison Officers within the DD/A components apparently
are not being asked to prepare or to comment on the training require-
ments which are built into proposed job standards, assembled end
prepared by the Office of Personnel. The offices and staffs are
commenting upon every other paxrt of these proposed job specifications
but it is not evident that the training requirements have been reviewed.
In addition, the training requirements information apparently is added
to the Job specifications after they have left the office or staff
and sre sent to the Office of Training. It would sppear that we are
missing a good bet in not esking the Training Liasison Officer to
develop and propose the specific requirements for the positions within
their domain. The Training Liaison Officers could do this by direct
contact with the personnel involved with these activities in the office
concerned. I, therefore, recommended that Mr .|l mske the necessary 25X1AQ9a
procedursl arrsngements with the Classification and Wage Division of
the Office of Personnel. This may involve actuslly requesting the
Training Officer to sign off on proposed job standards prior to their
submission to the Office of Training. In turn, this will give OIR
better information on which to base their proposals for the training
requirements to be incorporated in the Jjob requirements.
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¥ .M. Item 4 on the Agenda

25X1A9a Mr. I spoke at some length about security problems involved
in training. It could be summerized as follows: :

a. BSecurity is an important consideration in scheduling
and taking external training (that is Just asbout what he said).

b. Personnel going into external tralning should be
briefed as to security requirements (this appears to be
adequately covered alresdy).

¢. Both the Office of Training and the Security Office
want plenty of advance notice about people entering training.

q. 3 Ttem 5 on the Agends

It was reported that very soon the offices will be requested to
gsubmit their éstimated training requirements for 1956 and their fore-
cast for 1957. To help in preparing these estimates the Office of
Training will submit & chart on the lenguage training, & chart on
language and srea training, and a chart on other externel training.
They wish the reports to be bassed on the catalogue (page number if
possible). The Office of Training is advertising two new festures.
One is an eighty-hour course on a given area. The second, which
they call "Americans Abroed," is a twenty-hour course which provides
familiarizaetion with an area, adequate for a traveler and primarily,

for adjustment to the ares.

10.18. Tentatively, the next meeting was scheduled for 23 February
1955.

W.¥F. At the last meeting of the DD/I Training Lialson Officers,
they requested the Office of Training to arrsnge for the undersigned
to present to them information concerning the type of individual
career development planning which has been adopted within the DD/A
organization. I have sgreed to do this on 15 February 1955, their
next meeting. I understand that other personnel from the Office of
Training heve evidenced some interest in this and will attend,
particularly representatives of the Management Training Division.

25X1A%9a
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